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MEMORANDUM FOR: Director of Central Intelligence -TéSk;iﬂ“fﬁ
VIA: Acting Deputy Director of Central Intelligence
FROM: James H. Taylor

Secretary, Executive Advisory Group
SUBJECT: Reconmendation to the Director from the

Federal Women's Program Poard

REFERENCE: Memo to Compt fr D/ES dtd 15 Nov 77,
Same Subject

1. At a 9 November 1977 meeting with you, the Federal
Women's Program Roard recommended that the Ixecutive Advisory
Group (EAG) communicate to CIA employees the actions it has
taken on problem areas identified in the July 1876 Agency-
wide personnel survey.

2. In response to that recommendation, the Dffice of
pPersonnel intends to publish, before the end of January 1978,
an Employee Notice which will communicate the several FAG
and other management actions taken to improve personnel
policies and procedures ip CIA during the past year. 1
hope this will meet the request.

James [I, Taylor

Distribution:
Orig - Addressec
1 - ADDCI

1 - D/Ex S FWPR
1R IR BV Y

yEppyR £y
REDNTRE RO —
(L 3 g.w t §}§£ E}l,‘;.-...: B e f) /l fL , /

Approved For Release 2004/03/‘(1 : CIA-RDP80M00165A001100130003-6

7 7- 285/5

STAT




. - * “"IINISTRATI VE— 4 Executive Registry STAT
Approved For Rel=erse 2004/03/11 : CIA-RDP80M00165A001100130003- T -28Ye /1
. U S S A7 A

15 November 1977

MEMORAWDUM FOR: Acting Deputy Director for Administration
VIA ¢ Acting DDCI

SUBJECT ¢ Recommendations to the Director from i
the Federal Women's Program Board

1. During its 9 November meeting with the Director, the Federal
Women's Program Board made several recommendations relating to personnel
management. Please have these suggestions reviewed for the Director and
advise him by 19 December if and how these recommendations could be
implemented:

--The Director should publicize the criteria for
being included on the Executive Development Roster (EDR),
look into the Civil Service Commission profile for
developing an Executive Developmental Program (see
attached), and ensure that managers use the EDR for
making selections for key assignments,

--The Director should task an existent advisory
body or an ad hoc task group with emumerating the pros
and cons of developing a centralized career system and
making a conclusive statement on its feasibility. The . }
group should start with the findings of studies already |
done on the subject. ’ ' §

i

~-~-The Director should establish a DCI Task Force
chaired by the Federal Women's Program Board and
including representatives from the Office of Personnel, §
career management officers, and the clerical ranks, |
to examine the studies and surveys conducted to date
addressing the career development problems of clericals
and by April 1978 make recommendations on workable
solutions acceptable to management and secretaries/

clericals,
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SUBJECT: Selecting Participants for Ixecutive Develupment Programs

Heads nf‘Depart'.'nents and lm‘le;pendent Establishments:

This Letter modifies paragraph' 2.c on page % of FPM Letter No. 412-2 but -
does not resclnd that FP% LLtter. ' R D e

1. Background. Among other th1nvs, FPM Letter 412-2 of JanuaLy 29
‘ 1974, requires aoenc1es to set up formal systems for the Ldentt—‘

- fication of employees who have high potential for successful per—
formance in managerial positions. The details of such formal
identificatioa systems were not prescribed. However, attention .-
was called to the Commission publication, Considerftions in the
Tdentification of Maunagerial Potential (EMMTAP No. 1, August 1973),
which provides general information on a wide-range of identification
methods and points out some of the advantages and disadvantages of”
each. In light of our experience since FPM Letterx 412~2 was issued,
we belleve there is need for addltlonal guidaince on the subJect._‘

2. Purpose. The purpose of. thls letter is to:

a. Clarlfy the requ1rEﬂ9nt for agency action to systematlcully
select highly qualified candidates for executive development
prooramb and explaln the b331s for this requxrenent’

T gL Pelp a5encie= dﬂtermlne the woink at vhich p"rt1c1pants for

B 'executlve development programs should be 1dent1f1ed' .

c. :Help agenc1es establlsh executlve development proarams whlch
are fully compatible thh merit pr1nc1ples,‘ - .

S d. Prov1de guldance on maklna executlve developnent procram selec—»_

' ‘tion processes fully consistent with FPM Letter 300-22, "Federal .
Exacutive Agency Guidelines on Employee SeLQCC10n Procedures”, - .7 T

- dated January 19, 1977; and . - . N;;.f e e Ee e

e. Stress the importance of executlve developnent systems in the
Governnent—wide effort to fully utilize the taleats of women and
minorities. : : - :

INQUIRIES:  Bureau of Executive Personnel, Area Code 202-632-46461

CSCCODE 412 - Executive Development

DISTRIBUTION: TPM
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. Defbuition; Cou purposes ol Lads U { Tevtor val v, Lhe tollowiag . (
detinttion: are applicablo: ‘ N
. +
. J'nt;:1341 Position. Manugerial pusitions are thosa in which
incunhents (1) divect the work of an ocganization, (2) are
hoeld dceountabie for tha success of wpecilic lina or stalf
programs, projacts, functions, o¢ activities, (3) monitar ihe

progress of the organizatlon toward goals aud periodically

evuluate and make appropriate adjustments, and (4) typically

perform the full range of manaoer131 duties leteu in Autth*
- ment 1 to thlq 1etter. C

- b. Executive POsition. 'Executive positions are high-level manage-—
rial positions normally classified at or above the GS-16 or
equivalent level. However, there are certain managerial posi-
tions at the G5-15 or equivalent level which agencies may
determine to be "executive” by .virtuz of the high level of
responsibility inherent in the position. In addition to the
duties and responsibilities normally identified as managerial
in nature, executives have a significant role ia shaping
overall program policy and monitoring the effectiveness with - )

' which subordinate managers shape their programs and goals to '~‘Q P

. conform with agency policy. Executives have leadership respon—" "". 1~ ..
sibilities which include setting the climate and 'tone of an - L
organizatioun, initiating changes in organizational philosophy . *° S ool
and generating advances in the state of the managerial art. 2 ' R

4. Proorams to develop executives hust be belectxve. '

C 8. . Eaperience in the public and prlvate sectox 1nd*cares that itk
© .- 4is possible to systematically :provide opportunities for indi-
viduals to acquire or develop knowledges and abilities required
for effective executive performance. - Since only zbout one GS—
. 15 manager in four will ever reach GS~16" (and the ratio is, of
- course, much less favorable for those balow GS—13), it would
r . be prohlbltlvely expensive to develop a2ll managers to undertake
“E o exeoutive respﬂw51bllit1es. It follows that an equitable
performance-related system is needed to select those who will
}1 benefit most, and can benefit the Governnent nost, as a result
o of such development. I - :

v

N Y In some occupational areas, t‘no flrst full managerlal p051t10ns
“... .- are found at grade GS-14, GS-13, or below.: All incumbents of ...
such positions should be given opportunitles to davelop their o
managerial capabilities in accordance with Individual, Deve 100—;
"ment Plans (IDP's). 1IDP's for many of these managers should.
focus on improving their performance in the curreat position -
or preparing them for a managerial position at the next higher S
level of responsibility. In the case of those managers whose - . AR R,
excellent performance indicates potential for undertaking o
executive responsibilities, IDP's should focus on developmen-—
tal experiences to prepare them for executive responsibilities.

Approved For Release 2004/03/11 : CIA-RDP80M00165A001100130003-6 . N
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5. eqahlloh ing the selection system.

«. Aeproved fior RWease 2004103/11 5 CIA-RDREOMPO165E01100130003-6

carcor esccubtive positions with broad managerial responsi-
bilitios indicates that wmany ol thesw lﬂdLVLJHJLJ ruse Lo
prade C5-15 in a sectes of nommrnagecdal positions ta rela-
tively nacrow occupalional specialtios. Uhile such a caceer
pattern nay provide a core of professional or techalcal know-
Ledee which is esseabial to successiul peclionnince in o par-
ticular exccubive position, it usually does vcob provide suf--

ficient opporvtunity to develop the full wmanugerial qualifica~
tions which are also required. Although reme dial actlon could
be taken after a specialist is appointed to an executiva

'positLon, this is rarely pract;cable. he new executive

1n'tlally bpends a large portion of his or her time mastering
the rigorous responsibilities of the new job, thus maxking it
difficult to arrange for extensive off- the-job developmeutal
activities. However, fewer than one GS5-15 specialist in five
will ever be promoted to -an executive position. . It would,

once again, be an unwise use of limited financial resources,
therefore, to provide intensive executive development oppor—
tunities for all specialists. Hence, a method is neaded to
identify those specialists who are likely to become executives

and to intensively expand their managerial knowledges and

abllltleb before they undertake executive positiouns. -

.a.

An agﬁncy must systemdtlcally qelect emplo;ees to partlc1pate
in its executive development programs in sufficient nunbers-to
meet its future needs. (General guidance and requirements for
such programs. are coatained in FPM Letter 412-2.} The selec-—

- tion system shall be designed to identify employeas whose work

performance (and objectively evaluated behavior on assessment

. measures validated for the purpose, where available and .appro-

priate) indicates that they could with appropriate work experi-—’
ence and training be successful as executives. Agencies shall

- consider all employees who constitute the logical feeder group

for the target positions. Employzes who are not selected for
executive development programs shall be fully eligible fc=
consideration for future programs. {Specialized ageuncies

‘which traditionally have obtained a very large percentage of

their career executives from outside Governmenl and which have
sound program reasons for continuing this practice may raquast -
a partial or complete exemption from this requirement. Such ;:-°
requests should be submitted to the Director, Buresau of Execu— - °
tive Personnel, U.S. Civil Sexvice CONﬂlaSLOn, 1900 E Street el
Vw., Washlnoton, D.C. 20415 ) :

Agency systems for selectlng part1c1pants for execut1v= devalop—
ment programs shall be conducted in an open manner consistent
with mevit principles. Evaluation of an individual's capabili-
ties in relatlon to the target positions and aopareﬂt capacity

Approved For Release 2004/03/11 : CIA-RDP80M00165A001100130003-6 .
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- .agencies meat this challenge and facilitate utilization of the Tl X
- -full potential of all:agency employees,.without regard to . e

- ewxecutive devalopment policies, procedures, and operations

‘past employment practices may have placed a disproportionate

_to supervisory and wanagerial positions, particular care - | )
“ghould be taken that selection systems do not focus solely

‘highly talented and effective specialists.

Approved For Hease 2004/03/11 : CIA-RDP80MO001 6%01 100130003-6

. for devalopment shall be recorded and availables foc his or har

Foview. Since this information must be reflected on Individueal
Developasnl Plans, agencies aay wish to use these plans as the
recond. When asse:

inforuwed as to the gensval rasults of the ass:

wment devices are used, coployess pust be

e e b
ARSI TN Tl R

Particilpation in an agency exzcutive development prozram shall
be revizwed on a regular basis. Quarterly reviews are aenerally -
“recommended. Such reviews shall focus particular attention '

upon (1) the quality of a participant's performance of activ-
jties which are characteristic of some of the agency's targat
exacutive positions, (2) demvastrated growth in knowledges and
abilities required in the target executive positions, and (3)
the degree to which developmental objectives specified in
Individual Developmeat Plans are being achieved. If an indi-
vidual does not-continue to demonstrate a high level of per- .
formance and motivation, the agency shall acnalyze the situation .
and determine whether the fualt lies with the participant. 1Im R R
some cases, it may be necessary to remove the individual from . i i

. the executive development program and from any activities re— T

served for program participants..
A ) . ‘4 ) . . . - "'__ s L ’
Fxecutive development systems must in all their elements re-
flect an affirmative posture on equal employment opportunity.
Identification, selection, and development of minorities and

- women for executive positions is a major challenge many agen-—

cies still face. Properly‘ﬂesigned selection systems can help

race, sex, age, physical handicaps or other factors not related
to performance capabilities. Agencies must ensure that their

provide for the proper consideration of eligible candidates 7
for executive development programs from all sources. = Since B

number of women and minority employees in specialist as opposed

-upon occupationally well rounded employees but also econsider

Making selection’sYstéms-fully compatible with merit principles.

Certain benefits in the form of higher visibility, prestige,

and increased likelihood of promotion may accrue Lo an indi-

vidual as a result of his or her participation in an executive

development program. It is therefore essential that, to the : .
maximum degree possible, the selectiou process be valid,

objective and based on adequate job analysis. It must focus in
particular uvpon employee work performance in duties which are
related to some of the requiremeats of one or more of the

agency's executive positions. Vhile no selection process can
unerringly predict future behavior, it is just as necessary

to use valid procedures and follow mervit principles in making

Approved For Release 2004/03/11 : CIA-RDP80M00165A001100130003-6
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b. A nevit- bdsvd competitive process for sclecting participaats
for an excculive develoupment prograw aust be:

(1) Understood by Affected Eaplov-as. The first TLquiLPm<Dt
in 2 werit-based approach to selection for an exccutive
- development program is that ic ba conducted in an open
“and aboveboard manuner. The fact that the selectian
~ process is going on should be well publicized and any
. ;employee who might be affectcd by it should have access
to a detailed description of the process (includiag the
© "selection criteria). The names of those szlected for an.
executive devalopment program should be made public
within the agency. : «

(2> Consvstent. The seleétion system shall be designed so
that consistent standards are applied in the evaluation -
. of all candidates. Selection criteria must be known to
all concerned. ' T .

the basis of. their effectiveness in performing functions
and ach1ev1ng objectives associated with the demands of
" the agency's target executive positions. Proven p\ﬂxorﬂn'
_ance of tasks which are important in the target positions
is the most reliable and valid of all selection criteris.

'(4) Self-Correcting. For a variety of reééoﬁé;>some-1ndivi—{*“

.. duals who are placed in executive developrent programs
- . will fail to perform at the high level expected. Simi-
g larly, individuals who are passed over when consideced
. for executive development programs may later demonstrate
- by their performance that. they should be included. A.

. are. analyzed and that changes in work perfornance are-
utaken 1nt0 con31deration. IR

fOpen to Self—Nominat10n¢ It would be possxblc to operate
" an equitable selection process without self-nomination. .
" " However, ours is an open competitive merit system. The
spirit of that system is best reflected in a COWPEulLlVe .
selection process which allows those who are highly moti

vated to become executives to nominate themselves. How-.;ﬁ

ever, the nomination process should not preclude manage-
ment from noanatlng individuals who fail to noquate
themselves.

(6) Related to Projected Needs. The number of participants
selected for executive development programs should be
related to the projected future needs of the agency fox
executives. This does not mean, however, that the agency
should include in its executive developmeat program only

Y55 FPH Lotcer 300-22, January 19, 1977

Approved For Release 2004/03/11 : CIA-RDP80M00165A001100130003-6

(3) - Performance Related. To the degree poégible, candidates .
for executive development programs should be evaluvated on -

- review mechanism is needed to ensure i{hat these situaticns
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athirr ol wptoyooes Wi 0t Just meot the proiected

meedse s Adeally a mber of coployzes slould bz developod

. v - ] ’ . - - L
for a group of positions wvith similar basic roegquirosents.
Viren unique positions are iavolved, several iadividuals

normally shonld be developed.

" Roedat.ed Jelection.  The relavioasid
developazat program to the agencvis ; 12 i
should be clearly stated in aPyTO”’L'C internal progran

. s directives or procedures manuals. 2 Executive Resources
Bourd(s) which oversee selection Eag career exocutive
positions should also. oversee selection for executive
developnent programs. :

7. Determining Time of Selection.

a. Each agency must establlsh for itself the point or pOLnts at
which iadividuals are selected for executive developmant. There

“is no-single point which is universally applicable. The optimem
point varies according to (1) type and number of target posi-
tions, (2) progectLd agency nends to fill target positions, and
(3) the des ign of the agency's executive development prozranm.
The cardinal rule is that selection must take place sufficieatly
early to permit systematic and adequate development by the time
the individuals are within consideration for target positions. . .
In occupational areas in which the fivst full managerial posi- S e
tion is found at CS-14 or below, it is normally sufficient to : T
identify individuals for managerial development as they progross . (:
through the management hiervarchy. That is, they can be developad R L
for each successive level of responsibility just prior to assuvwmp-~ . li_
tion of the new responsibility. . By the time that they are being o I |
considered for executive ‘positions, they should already bhave a” Coe
solid foundation of managerial experience on whith they can T
readily build their executive capabilities. On the other bhand,
in occupations where the first full managerial position is found

" at GS-13 or above, the incremental approach cannot be relied
upon to identify ‘and prepare execukives full; capable of fume—.

Ttlonlng as such. “o :

i In ord°r to select part1c1pant5 at the optlmum tlne, the avency
© must: - . . o

(1) Specify the target positions in the agency. These will
7 -include most positions at the supargrade level except
those with no significant managerial respomsibilities,
and may include some posxtlons at the G5-15 level.

(2) Determlne the requ1tements of thesa positions and treat
as a group those with similar requirements.

Approved For Release 2004/03/11 : CIA-RDP80M00165A001100130003-6 o
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(%) Bskivate the projected stumb-rs needed ta i1 those posi-
tions in the near fubtuve and foc sevaral yeavs to cows, in
"Light of prujected turnover and progream plans.

s r e e e
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(4)  purermine the tiae frame over which Lhe czecubive doevelop-
sat activities will take place.  ‘This wmay vacy consider— :

(d;L/ from ageucy to agency and anony occupational areas é
-within an agency. 1t will depead upon vacancy projectiouns, 5
characteristics of the populativa to be developzd and the
ifrequirements of the target poslcions.

"(5) Ascertain as far as possible typical career pattbrns of -

- those who have filled these positions in the past and Judve,
whethar these patterns are likely to hold true in the
future; e.g., a certain group of scientific executive
positions have been typically filled by individuals who

"~ have spent three years at grade CS-13 and four years at GS-—
14 as journeymen and who have been in a G5-15 supervisory
position for about four years; or certain line exccutive )

* positions tend to be filled by individuals wha became = =~ ol
first-level supervisors at GS-12, and who spent four years - . o
" in first-level managerial positions at GS-13, two years as . S '
VGS—14 managers, and two years as G5~15 mana?ers._ -

(6) From the career pattern information and the time frame ' .
established for the executive developument program, select ot
the point at which identification can best take rlace among
different groups of employees; e.g., in the examples cited
above, assuming that the agency wishes to provide executive . )

. - development activities over a three-year time frame toe . . e L
" those 'without managerial experience and over a one-year ~ - 7 L
_period for managers, both the sclentist -executives and the

line executives should probably be designated Lor executive

. development at the GS-15 level. : : o R

Y

~ If the agency s process for identifying participants for executive -
. development. program(s) meets tue above ciiteria, and if the develop- -
ment itself has been effectively carried out, the agency should find
that it has a number of highly qualified candidates with proven
U3execut1ve capab111c1es to conpete for e%ecutlva vacanclas. .

9. In the Washinﬂton, D. C. métropolitan area, inquiries and requests7 »
s for adv1ce or assxstance should bo dlrected to: “ il, .-

Executive Perbonnel Technxcal Assistance Center (LPTAC) - RTINS
Bureau of Executive Pcrsonnel T S
Room 6671

U.5. Civil Service Commission B R
Washington, D.C. 20415 ' o Coae T

Area code 202 632-4661
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1O, Tiodd es hienlis s um S
assistan.e Lo Lhe Commission's rngnnnl Trataing Coenters dlsted

in Att&chmcnp_ﬁ to this Letter.

Raymond Jacoh ian
Executive hivecror

’1 P

lY

achnents (")

B
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1. A waeagerial position s one in which ncunbonts (1) digect tchee wark
of an organizetion, (2) are held accowntabla for the succass of !
spacific Lline or staff progeaas, {3) monitor the prograss of the
organization toward goals and perlodically evaluste and nake appco-.
pricte adjustments, and (4) typically perform the full range ol the

following duties and responsibilities: .
_ "a. Determine program goals and develop plans for the organization T . '2
I , independently of or jointly with higher management; ’ : ST

! . b. Determine resource needs and allocatica of resources, znd
| ; “+:  account for their effective use;

_¢. Determine the need and davelop plans for organizatiomnal changes -

i . . ) which have coasiderable impact, such as those 1nvolv1n5 basic ° T ».j-,j;:'
| - - structure, operating costs, or key positions; A ) '“fi;{{E: ST
: Cd. Consider a broad spectrum of factors when making decisions (or =~ - - - T
- . recommendations to higher-level management) including public ““:_‘ I
’ ' relations, Congressional relations, labor-management relations, S e
public policy stances, effect on other organizations and othar Cooe e e
parts of the organization, economic impact, and. the like; e T e

e. Coordinate program efforta w1th other 11ternal activities or e R
with tHe actlvitles of othcr agencies; . o o ) e

I

- £.. Asszess the impact on organization prozrams of substantive -
. ‘.- developments in programs zund policies in other paxrts of the
3 : ST .agency, in other Government entltlab, aad 1n the przvatc sectory

—~ P

“‘g. Set pollcy for th° organ1zat10n ‘manazed in such areas as de Lpr~“' o :
" mining program emphases and operating guidelines; understaad and. el s
'_communicate agency p011c1es und priorities tnrouOhout tne organ1~» ' ST
zation manaced I

Deal wlth general personnel management pollcy matters arfectxnc
" the organization managed, with persoanel actions affecting key

“employees, or other actions Wlth possible serlcus repercussions,
and o PR e - o

.k-Delégaté-ahthority to subordinate suparvisors and hold them -
responsible for the performance of their orzanizational units.

£,V TR

Approved For Release 2004/03/11 : CIA-RDP80MO001 65A061 100130003-6 - *



- cl',fNonsuperv1sory p051t10ns w1th responblblllty for techqlcal :

Cmanat Lobe PR LR, G12-0 () 1
. . t
P8 M00165 00110 13 0036 ’
111 ARProved For R¥fease, 2004103/11 : CIA-RDPEAM( A. 14091308 (
yostivation; fthe followiag puidelives oy be aopilied ir1 ;‘l.nx{_x('yk-
muatagerial positions: . : .
G the positions ave usaally at or above the GS-13 lovael (or
couivalea}.  Jowevar din ceriniln cases, pavticuluacly in the

fickd, lower level positions way weet the above cviboria.

b. Usu;!.J, a wavager's orgauization 1s subdivided iato two orx
' sore units led by subordinate superviszors, but therve w2y be
ckcuptiOns;,und o :

c. "Deputy"” pousitions are included when the responsibility for
_managing the total organization is divided between the manager .. - .
and the depulty; or when the deputy serves as the alter ego and LR e
assists the managexr in all phases of the organization's work. Lol ’ e

The abuve criteria are dellbarateLy des;oned to be llmxted ta poel— \”~"> D
tions with rmsponbLbLllty for directing the work of an organiza- : ) '

tional entity regardless of whecther it is a “line" or a "staff" R .
function. . Thus, the head of a personnel, budget, or other adminis- L k
trative organization who exercises the res ponSLbllLtles described S L. “f'
above is a manager along with heads of "line" operational programs. - - T

. SRR

It is recognized that this definition excludes many positions which
require a high degree of expertise in managemeat subjects but which
do not include rtspnnsxb111ty for directing an organizational unit. -
Therefore, the definition excludes:

a. Genzral staff assistants to managers;

b. Positions at the first or second superviéory léyels'that
primarily involve. the duties outlinad in the Commission's B

~ Supervisory Grade-Evaluation Guide and Qualification Standard, -
"as distingueished from wmanagevial duties including positions Co
with some but not the full range of managerlal durles and B : '7 LT
responsxbxlltles descrlbed above, and C T

“guidance of work performed by contractors, granceea, or per- -
-,sonnel in other Covernment oroanlzatlons.-_v. e
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ATLANTA REGLOY
Regioni! Training Center
U.S. Civil Sevvice Commission
1340 Spring Street, N.V.
Atlanta, Ceorpia 30300
Area Code 404 257-3837 .

BOSTON RECION .
Regional Training Center
U.S. Civil Service Commission
Post Office and Courthouse
Building .
Boston Iabsachusetts 07109
-Area Code 617 223 2569 .

" CHICAGO REGTON

Regional Training Center-

U.S. Civil Service. Commission

29th Floor~~Federa1 Offlce
Building

230 South Dearborn Street

Chicago, Illinois €0604

Area Codn 312 353- 8688

DALLAS PECIOV I

~ Regional Trainiang Center

~U.8.. Civil Service. COﬂﬂlﬁSiQp"
1100 Commerce Street o
Dallas, Texas 75202 : -’

. Regional Training Centar )

7 U.S. Civil Service Commlsslon
" Denver Federal Center
~ Building 20 P
'Denver Colorado 80225 e

Area Code 303 234-2304 R
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CoMMLGSTON

NEW YORE - REGION

Kegloqu Traiaing Center
U.S. Civil Sarvice
Federal bailding
26 rederal Ylaza
New York, New York 10017
Area Code 212 264-0460

' aryrry Y Iv T
Commission

PHILADELPHIA REGION

Regional Training Center

U.S. Civil Service Commission
Faderal Building
- 600 Arch.Street

'Phllddelpnla, Pcnnsylvanxa 19100 R
-Area Code 215 597—7837 , L C

SAN FRANCISCO REGION

'SHATTLE REGION

Regional Training Ceater .o TR o7
'U.8. Civil Service Commission = S T
120 Howard Street, 2Znd Floovr A T
. San Francisco, California 94105 7~ ST
Arca Code 415 556-5340 L s

- 915. - 2nd Avenue - _ _j:ff ;F;ijf;;:;;;
. Area Code 206 399-1719 | ST e

.-LT. LOUTS REGION '{_.?i?fif-j;;

Regional Training Center ,_f . ;_‘ »‘ . :_ Tr
U.S. Civil. Service Cowmission T R,
'96th Floor--New Federal Building -7 .’ oy

" Seattle, Washington, 98174 .

0 I L R

Regional Training Center

U.S. Civil Service Comn155101
1256 Federal Ruilding . - I
. 1520 Market Street ;wf‘f’14 IS
St. Louls; Missouri 63103
- Area Code.314 279-4274- .

nt H !_‘
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15 November 1977

MEMORANDUM FOR: Comptroller
VIA : Acting DDCI

SUBJECT : Recommendation to the Director from
: the Federal Women's Program Board

1, During its 9 November meeting with the Director, the Federal
Women's Program Board recommended that the EAG share with employees
its findings on the problem issues ralsed by the July 1976 Agency-wide
persomel survey. (See attached excerpt from[::::::f:::]27 December
1976.)

2. By 5 December please advise the Director if the above would
be feasible, and, if so, what channels could be used.

Deputy Executive oecretary

Attachment:
As stated

Distribution:

ER s
ES cs (15 Nov 77) CRERETIL

WRIE g re g,y

Ly

Orig ‘lAdse. | ?/ /Z
.1 - FWPB Ch ' ¢
m TOoNno L -

25X1

25X1

e pen

25X1

Begraded Ynslassified

when'f"p pp royed For Release wg{@g‘:m

[lassified altachmeni(s)

: aﬁgﬂggﬁﬁiﬁ:ﬂ 01100130003-6




25X1 Approved For Release 2004/03/11 : CIA-RDP80M00165A001100130003-6

Next 1 Page(s) In Document Exempt

Approved For Release 2004/03/11 : CIA-RDP80M00165A001100130003-6



